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[bookmark: _Toc154964232]Introduction 
Different types of performance appraisal and performance evaluation Tools and techniques are available for the management of business organizations from different industries and sectors. There exist both challenges and opportunities, positive and negative impacts associated with different performance appraisal system which are highly important to be understood and comprehended by the management and strategic decision makers of business organizations to successfully and efficiently identify and implement the most effective, appropriate and suitable performance appraisal techniques for their respective business organizations. This report presents the different aspects of performance appraisal in the context of Tesco. 

[bookmark: _Toc154964233]Critical evaluation of development vehicles
Business organisations like Tesco has a high level of dependence on the performance appraisal system for the successful as well as effective identification and addressing of the professional development needs of the employees and professionals working for the organisation to perform different job responsibilities and activities to support the business organisation in the process of the successful and timely accomplishment of the goals and objectives of the organisation (Aguinis, 2019).  It is very important to identify and evaluate the effectiveness of performance management tools in the process of successfully achieving both the individual goals and organisational success.  The effectiveness level can vary and differ according to the limitations and positive aspects associated with each and every performance appraisal system.  Business organisation Tesco Is associated with the successful implementation and application of several different performance appraisal systems which are applied according to specific situation and requirement within the business organisation, employees and department preferences as well as requirement.  this part of the report will present a critical evaluation of the performance appraisal Tools and techniques which are used by the management and leaders of the successful retail business organisation Tesco to maintain the efficiency of the workforce to support the continuous improvement in the process and level of competitive advantage development and competitiveness of the organization within the highly competitive Retail Industry in the UK and in the Global retail sector (Jones and Martain, 2019).  The Performance appraisal systems and techniques of Tesco are also helpful and effective for the management and leaders of the business organisation to achieve the expected level of success and performance, effectiveness and efficiency, enthusiasm and empowerment among the employees, individuals and professionals working for the business organisation in different operations processes and activities.

[bookmark: _Toc154964234]360-Degree Feedback
The positive aspects and factors associated with the successful application and implementation of 360 degree feedback performance appraisal system is the opportunity and possibility of providing a comprehensive view and understanding about the performance of the employees and professionals working for the organisation.  This performance appraisal system takes into account different and diverse perspectives in the process of evaluating the performance of employees.  It considers the opinions and feedback from the manager, co-workers and the customers to identify the actual performance of a specific employee working for the organisation. The 360 degree performance appraisal system is also associated with the successful increasing of the level of encouragement and self-awareness, satisfaction and empowerment among the employees (Wynne, 2017).  In addition to that, it is also associated with successfully and efficiently encouraging the employees to engage in open communication with other people working for the organisation, the managers and the management for sharing their ideas and expressing their opinions and feedback. 
One of the most significant limitations of 360 degree feedback is that this performance appraisal system is time consuming and cumbersome for effective implementation. There is a high level of requirement for extensive data collection which has the possibility of including subjectivity and biasness.  The 360 degree feedback system of performance appraisal has a high level of requirement for careful and effective calibration for maintaining accuracy as well as fairness in the performance evaluation process. 
the effectiveness of the 360 degree performance appraisal system represents the successful possibility of identification of the  strength,  weakness and identification of the area of development for each and every individual and professionals working for the organisation and looking for multi facilitate feedback as well as constructive feedback for successfully improving themselves highly efficient and skilled professionals and individuals for developing themselves important and valuable assets for the organisation (Thorpe, 2020). 
The suitability of the 360 degree performance appraisal system represents through the appropriateness for the importance and role which require effective collaboration, interaction and communication with both the customers and other employees working for the organization, effective and important interpersonal skills.  The 360 degree performance appraisal system is less suitable for Solo technical roles performed by specific employees working for the organisation where the external perspective has lower level of importance and significance. 

[bookmark: _Toc154964235]Performance Management Interviews
It is another significant performance appraisal system and technique implemented by the management of Tesco.  This strategy is effective for providing direct dialogue between the manager and the employees and professionals working for the organisation.  Performance management interview systems are effective for promoting a more positive and stronger relationship and alignment between the management and workforce of the organisation.  It is also helpful for perfectly aligning the employee performance with the goals and objectives of the organisation. 
One of the most significant limitations of performance appraisal interviews is the possibility of subjectivity.  There is a high possibility of biases among the managers if the performance appraisal interviews are not well structured and well defined according to the specific requirements and systems from the management of Tesco. Another significant limitation and negative aspect of performance appraisal system is the high level of dependence and Reliance on the skill and aptitude of the manager's in the process of evaluating the performance of the employees and the development of effective constructive feedback to support the employees to perform better and improve their efficiency and contribution to the organisation and the performance improvement (Torrington and Hall, 2019). 
The System of performance appraisal improvement is effective for individual development.  It is associated with the effective and efficient development of proper combination with other performance management and performance appraisal tools which are used by the management of Tesco. Performance appraisal interview requires a high level of combination in irregular and frequent ways with other structured framework and technique for performance appraisal within the organisation. 
This particular performance appraisal system and technique is Highly Effective and suitable for all different types of roles and responsibilities within the organisation tesco (Jones and Martain, 2019). It is specifically effective and suitable for maintaining proper alignment between the individual goal and strategic priorities of the organisation.  it is also suitable for providing immediate and constructive feedback and suggestion as well as recommendation and support to the Employees and professionals working for Tesco in the process of supporting them to improve their efficiency and performance within the organisation by taking advantage of their strength and strong and identifying the areas for improvement and improving the required skills and aptitudes through Training and skill development activities. 

[bookmark: _Toc154964236]Rating Scales
It is another effective and prominent performance appraisal tool which is used by the retail business organisation Tesco.  This particular technique is highly easy to administer and analyze which makes it a very effective and suitable performance appraisal technique for Tesco which has a large size of workforce with a lot of employees and individuals working within the organisation to perform different job responsibilities.  This particular system and technique of performance appraisal is associated with providing a quantified evaluation and assessment about the performance and activities of a particular employee within a specific period of time. 
The limitations of these performance evaluation techniques utilized by tesco has the limitation of the possibility of oversimplification.  It can easily overlook the individual nuances within the workforce of tesco (Group, 2015). The rating scale system has a high level of possibility of presenting halo effect and other different types of biases from the individuals, employees and managers giving the rating to the performance of a specific employee and professional within the organisation. This particular performance evaluation technique is also less effective in the process of successful identification of the specific needs and requirements of skill development and efficiency improvement within employees and professionals from different job responsibilities and departments. 
The effectiveness of the rating system to evaluate the performance of employees working for Tesco is represented through the possibility and opportunity of individual development.  All these particular performance evaluation systems have the weakness from the lack of qualitative insights and opinion. It is affected in the process of presenting and finding a quick and fast overview about the performance and efficiency of a particular employee within the organisation within a specific period of time in the process of performing their job responsibility and activities. 
The rating system is useful for initial screening and benchmarking the performance across different departments and large groups of people.  This particular performance appraisal system is not effective and recommended for detained development planning for personal and professional development and improvement of employees working for the organisation because it has the limitation of not providing a comprehensive overview of the lacking and the reason of low performance from a specific employee. 

[bookmark: _Toc154964237]Self-Appraisals
The most significant positive aspect of the performance evaluation technique of self appraisal is the possibility and potential of encouraging the employee ownership of their personnel and professional development through the successful and efficient increase in the self-awareness level. It is effective for providing valuable perspectives which are often overlooked in external evaluation. 
The limitation associated with the self appraisal system is the possibility of over Estimation and defensiveness from the employees.  It has the requirement of successfully developing a culture of honesty as well as open communication to be effective, sincere and efficient in the process of identifying the personal positive and negative aspects to successfully work on improving the personal and professional skills and aptitude (www.ipl.org, 2023). 
The effectiveness of self appraisal is presented through the successful combination with other performance evaluation Tools and techniques implemented by the management of Tesco.  It is also effective for providing initial feedback discussion and starting communication between the management and the workforce of Tesco. 
The self appraisal system is suitable and useful for all different types of job to complement other data sources and support the process of self reflection among the employees and professionals performing different job responsibilities and working with different job positions and Roles within the organisation. 

[bookmark: _Toc154964238]Evaluation of the performance appraisal system of Tesco through human resource management theories and concepts
The performance appraisal system of the successful and leading retail business organisation in the UK Tesco can be evaluated through the successful implementation and application of different human resource management theories for the effective development of a comprehensive understanding about the positive aspects, challenging aspects and potential for improvement in the performance evaluation system and practices of Tesco. 

[bookmark: _Toc154964239]Agency Theory
The agency theory represents a conflict of interest between the employers for seeking control and the employees for seeking autonomy and empowerment.  The application of the agency theory is effective for the performance evaluation system of Tesco for the successful and effective development of a significant and effective balance between the managerial evaluation and sales appraisal of the employees and professionals working for the organisation (Bersin, 2022).  Agency theory is associated with the proper alignment between the self-evaluation and the clear performance criteria for the employees.  Agency theory also reflects the development of employee empowerment and addressing the agency concerns to improve the performances of the employees and to improve the effectiveness of the performance evaluation system of Tesco. 

[bookmark: _Toc154964240]Goal Setting Theory
According to the goal setting theory, it is effective to set challenging as well as specific goals to accomplish higher performance within the organisation.  Effective performance evaluation must include collaborative setting of SMART goals and objectives for the employees for maintaining proper alignment between the motivating achievement and expectation within the organisation. 

[bookmark: _Toc154964241]Feedback Theory
The feedback theory is associated with the successful promotion of development within the employees and professionals working for the business organizations like Tesco.  It is highly recommended for the management of Tesco to not only rate the performance of the employees but  also to provide constructive feedback and suggestions to the Employees to support them in the process of improving their skill and efficiency to perform better for the organisation and to contribute in the goal accomplishment of the organisation (David J. Radosevich, Mark R. Allyn and Seokhwa Yun, 2017). The 360 degree feedback strategy implemented by Tesco can be very effective if it is combined with the communication and meeting between the managers and employees to provide effective suggestions and Insight, guidance and instructions in addition to the numerical scores and ratings to the Employees to make the skill development process more effective and to achieve higher level of success from the performance evaluation activities within the retail business organisation Tesco. 

[bookmark: _Toc154964242]Maslow's Hierarchy of Needs
This particular Framework is strongly related to human resource management as well as performance evaluation activities of business organizations like Tesco.  According to the discussion of this particular theory, individuals and professionals working for business organizations have that tendency to pursue higher needs such as self-esteem and self-actualization after the completion and accomplishment of the basic needs.  the performance evaluation system and techniques which are implemented and applied by the management of Tesco should not only consider job performance but also should take into account the employee growth and aspiration for skill development among employees and individuals who are performing different operations activities of tesco from different job roles and positions within the organisation (Pichère, Anne-Christine Cadiat and Probert, 2015). 

[bookmark: _Toc154964243]A constructive professional development plan (PDP)
	Development Objectives
	Priority
	Activities
to be under
taken
	Resources
	Target
Start
 Date
	Target
End 
Date
	Evaluation

	Improving communication skills
	High
	Online courses, training programs, skill development activities, practicing learnt things regularly, asking for feedback 
	Both online and offline resources, tutorials, practice materials
	February 2024
	August 2024
	Identify improved verbal and written communication skill 

	Developing leadership and managerial skills
	Moderate
	Online courses, training programs, skill development activities, practicing learnt things regularly, asking for feedback 
	Both online and offline resources, tutorials, practice materials
	March 2024
	July 2024
	Improved managing and leading ability 

	Improving the negotiation skills
	High
	Online courses, training programs, skill development activities, practicing learnt things regularly, asking for feedback 
	Both online and offline resources, tutorials, practice materials
	February 2024
	July 2024
	Improved ability to negotiate 

	Learning research tools and techniques
	High
	Online courses, training programs, skill development activities, practicing learnt things regularly, asking for feedback 
	Both online and offline resources, tutorials, practice materials
	March 2024
	July 2024
	Development of knowledge and skill to perform research activities, knowledge of using data analysis software

	Improving team working and team development skills
	Moderate
	Online courses, training programs, skill development activities, practicing learnt things regularly, asking for feedback 
	Both online and offline resources, tutorials, practice materials
	February 2024
	August 2024
	Improved ability of working in teams and cross functional groups of professionals 




[bookmark: _Toc154964244]Conclusion 
It is also highly recommended for managers and leaders of business organizations to depend on not only a single specific performance appraisal system but also to ensure the successful implementation and application of combination of different performance appraisal system according to the situation and requirements within the organisation and the workforce. 
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